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Alberta 


Welcome  to  the  inaugural  edition  of 
connexus  in  the  first  year  of  the  second 
century  of  the  Alberta  Public  Service.  With 
memories  of  the  centennial  and  our  past 
hundred  years  still  fresh  in  our  minds,  our 
public  service  is  focused  on  the  future. 

Essential  to  achieving  success  in  that  future 
is  making  sure  members  of  our  public  service 
are  provided  with  the  resources,  supports,  and 
work  environment  to  do  their  best  work  on 
behalf  of  our  province  and  its  people. 

The  degree  to  which  public  service 
employees  are  effective  achieving  business  and 
operational  plan  goals,  how  capable  they  are 
consulting  and  collaborating  with  stakeholders 
inside  and  outside  government,  and  how 
proficient  they  are  working  as  individuals  and 
as  part  of  a larger  provincial  government  team, 
all  have  their  origins  in  attraction  and 
retention. 

Finding  and  keeping  employees  with  the 
expertise  necessary  to  do  the  increasingly 
strategic  work  of  government  is  one  of  the 
biggest  challenges  ministries  currently  face. 
And  they’re  not  alone. 

According  to  a global  survey  done  at  the 
end  of  last  year  by  the  financial  services  firm 
Deloitte,  nearly  three-quarters  of  respondents 
from  this  country  said  that  attracting  new  and 
retaining  existing  talent  is  the  most  critical 
people-issue  facing  their  organization. 

Attraction  and  retention  issues  are  that 
much  more  prevalent  in  Alberta. 

The  good  news  is  that  while  we  know 
attracting  people  to  a provincial  public  service 
career  can  be  a challenge,  we  also  know 
there  are  people  interested  in  the  innovative 
and  meaningful  work  done  by  members  of  the 
Alberta  Public  Service. 

Attracting  and  retaining  people  with  the 
right  mix  of  personal  and  professional  attributes 
is  the  spotlight  of  our  first  issue  this  year. 

Turn  inside  for  an  article  providing  tips 
on  recruiting  and  retaining  employees  in  one  of 
the  most  challenging  recruitment  and  retention 
situations — smaller  and  rural  communities. 


If  your  recruitment  activities  lead  you 
to  hiring  people  who  are  new  to  the  provincial 
government  management  ranks,  how  do  you 
make  sure  those  first  weeks  and  months  set 
them  up  to  be  successful  in  their  new  roles? 

In  this  issue,  we  will  introduce  you  to  a 
recently  piloted  program  for  new  managers 
that  co-ordinators  hope  will  help  get  these 
management  employees  off  on  the  right  foot. 

One  of  the  keys  to  keeping  high  calibre 
employees  is  showing  them  the  benefits  of 
making  the  public  service  a career  choice. 

We  spoke  with  individuals  who  have  embraced 
this  philosophy  by  supporting  mentorship 
activities  in  their  ministries. 

On  the  next  page  is  an  update  on  a major 
initiative  that  will  help  attract  and  retain 
employees  in  the  public  service — a project 
to  renew  the  vision  and  values  of  the  Alberta 
Public  Service. 

This  edition  is  chock  full  of  information 
about  other  interesting  happenings  in  the 
Alberta  Government. 

Not  to  worry  if  you  were  unable  to  attend  the 
provincial  government  supervisors’  conference 
this  past  January.  With  information  inside  this 
issue,  we’ll  bring  the  conference  to  you. 

Also  inside  this  issue,  we  celebrate  the 
accomplishments  of  two  teams  honoured  for 
their  work  in  the  area  of  service  excellence, 
as  well  as  the  achievements  of  the  most 
recent  recipient  of  the  Jim  Dixon  Public 
Management  Graduate  Scholarship.  And  we 
introduce  you  to  the  new  Deputy  Ministers  of 
Energy  and  Seniors  and  Community  Supports. 

With  winter  retreating  in  the  rearview 
mirror  and  the  renewal  and  rebirth  of  spring 
on  the  horizon,  we  hope  you  enjoy  our  articles 
on  finding  and  keeping  the  kind  of  talent  that 
will  invigorate  your  team  and  continue  to 
ensure  our  public  service  is  one  of  the  best 
in  the  country  and  in  the  world. 
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APS  Vision  & Values 


Renewed  vision  and  values  to  guide  the  Alberta  Public  Service  into  the  next  century 


As  the  provincial  public  service  focuses  on  the  future  in  the  year 
after  celebrating  its  centennial,  work  is  well  underway  on  an  initiative 
to  renew  the  vision  and  values  for  the  Alberta  Public  Service. 

With  the  current  public  service  vision  and  value  statements  nearly 
10  years  old,  and  the  province  and  its  public  service  having  changed 
significantly  over  that  last  decade,  public  service  leaders  agreed  the  time 
has  come  to  renew  the  vision  and  value  statements  so  they  remain 
meaningful  both  to  current  and  future  members  of  the  public  service. 

“It’s  important  to  say  that  first  of  all,  the  current  vision  and  values 
have  served  us  well  over  the  last  10  years.  The  fact  we  are  such 
a strong  public  service,  recognized  as  being  one  of  the  best  in  the 
world,  and  that  we  have  done  a lot  of  work  over  the  last  decade  that 
we  can  be  very  proud  of,  is  because  members  of  the  public  service 
have  lived  the  vision  and  values  we  have  now,”  says  Deputy  Minister 
of  Executive  Council,  Ron  Hicks. 

“But  any  organization  that  wants  to  stay  on  the  leading  edge  and 
move  into  the  future  with  confidence  needs  to  pause  every  so  often 
to  reaffirm  the  vision  and  values  that  guide  the  way  it  and  the  public 
servants  in  it  work,”  he  adds.  “That’s  why  we  started  this  vision  and 
values  renewal  initiative.” 

Ensuring  that  every  public  service  employee  has  the  opportunity 
to  share  their  thoughts  about  the  renewed  vision  and  value  statements 
is  a cornerstone  of  how  they  are  being  developed.  The  intent  was  to 
shape  statements  that  public  service  employees  themselves  say  they 
are  able  to  connect  with. 

“The  vision  and  values  are  really  all  about  what  we  believe  in  as 
a larger  public  service,”  says  Hicks.  “They  are  about  who  we  are,  how 


we  provide  services  and  do  our  work,  and  how  we  treat  each  other. 

We  share  a responsibility  for  making  them  a part  of  our  day-to-day 
work  and  that  means  revisiting  them  and  regularly  thinking  about 
what  we  are  doing  to  make  them  come  alive.” 

The  process  of  developing  renewed  vision  and  value  statements 
began  with  a meeting  in  October  2005  that  brought  together  ministry 
human  resource  directors  and  deputy  ministers.  Common  themes  that 
this  group  felt  would  be  appropriate  to  include  in  the  vision  and  value 
statements  were  then  taken  to  a cross-government  meeting  of 
executive  committees  in  December  2005. 

Providing  all  members  of  the  public  service  with  opportunities 
to  help  renew  the  vision  and  values  began  earlier  this  year  when  draft 
ideas  were  brought  to  employee  focus  groups  across  the  province. 
Focus  groups  were  held  in  Edmonton,  Calgary,  Red  Deer,  Lethbridge, 
Peace  River,  and  Lac  La  Biche. 

The  focus  groups  were  followed  by  a survey,  where  all  provincial 
government  employees  were  invited  to  share  their  thoughts  about  the 
new  vision  and  value  statements. 

Hicks  says  the  renewed  vision  and  values  are  intended  to  be  an 
individual  and  organizational  foundation  for  members  of  the  public  service. 

“When  the  Premier  offered  me  this  position  about  a year  and  a half 
ago,  he  stressed  that  revitalizing  the  public  service  was  one  of  his 
priorities.  I believe  one  of  the  ways  we  can  do  that  is  by  confirming 
our  commitment  to  living  our  vision  and  values,”  says  Hicks. 

“I  want  to  thank  public  service  employees  for  their  participation 
in  developing  the  renewed  vision  and  values,”  he  concludes. 
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McFadyen  takes  the  helm  as  new 
Deputy  Minister  at  Energy 


A professional  engineer  with  more  than 
two  decades  of  public  service  experience  has 
settled  into  his  new  position  as  Deputy  Minister 
of  Energy. 


Dan  McFadyen 


Dan  McFadyen  assumed  his  new  role 
at  the  ministry  during  the  first  days  of  this 
year,  following  the  retirement  and  departure 
of  former  deputy  minister  Ken  Smith.  McFadyen 
came  from  a position  as  vice-president  of 
regulatory  affairs  and  public  policy  for  the 
Canadian  Energy  Pipeline  Association. 

“I  am  fortunate  to  be  given  the  opportunity 
to  return  to  public  service,”  says  McFadyen. 
“The  public  service  has  very  unique  and 
important  roles  to  play  in  helping  to  develop 
sound  public  policies  to  the  benefit  of  our 
province  and  our  residents,  and  also  to  design 
and  put  in  place  programs  that  effectively  and 
efficiently  implement  these  policies." 

McFadyen’s  previous  roles  include  being  an 
assistant  deputy  minister  in  the  Government  of 
Saskatchewan  (ADM  of  Resource  Development 
in  the  Department  of  Industry  and  Resources 
and  ADM  of  Resource  Policy  and  Economics 
in  the  Department  of  Energy  and  Mines). 

He  was  also  chair  and  acting  president  and 
chief  executive  officer  of  the  Saskatchewan 
Research  Council  from  2000  to  2001 . 

McFadyen’s  first  provincial  government 
deputy  minister  position  was  with  the 
Government  of  Nova  Scotia.  From  2002  to  2004, 


he  was  the  Deputy  Minister  of  Nova  Scotia’s 
Department  of  Energy. 

McFadyen  earned  a bachelor  of  science 
degree  in  mechanical  engineering  from  the 
University  of  Manitoba  in  1974.  He  is  a 


member  of  the  Association  of  Professional 
Engineers,  Geologists,  and  Geophysicists 
of  Alberta  and  the  Canadian  Institute  of  Mining 
and  Metallurgy. 


Wiles  appointed 
new  Deputy  Minister 
of  Seniors  and 
Community  Supports 


Tim  Wiles  is  the  new  Deputy  Minister 
of  Seniors  and  Community  Supports.  His 
appointment  was  effective  February  27. 

"I  am  honoured  and  excited 
to  have  the  opportunity  to  take 
on  this  new  challenge,"  Wiles 
said.  "I  look  forward  to  working 
with  ministry  staff  and  the  many 
stakeholders  of  Alberta  Seniors 
and  Community  Supports." 

Previous  to  the  move  to  his  new  posting, 
Wiles  was  the  provincial  government’s 
Controller.  While  in  that  position,  he  also 
served  a period  of  time  as  Acting  Chief 
Internal  Auditor. 

Wiles  has  nearly  two  decades  of  public 
service  experience,  having  worked  in 
various  positions  at  Finance.  His  experience 
includes  leading  teams  responsible  for 
managing  the  provincial  budget  and 
business  planning  process,  overseeing 
ministry  performance  measurement 
standards,  and  reporting  the  financial 
position  of  the  Alberta  Government. 

He  also  played  a role  in  a review  of  the 
governance  of  provincial  agencies,  boards, 
and  commissions,  was  a member  of  the 
Alberta  Public  Service  Pension  Plan  Board, 


and  served  as  co-chair  of  the  cross- 
ministry Senior  Financial  Officers’  Council. 

Wiles,  a chartered  accountant,  was 
employed  at  a national  accounting  firm  prior 
to  joining  the  Alberta  Public  Service. 

He  holds  a bachelor  of  commerce  degree 
from  the  University  of  Alberta  and  has  also 
completed  training  through  the  Alberta 
Institute  of  Chartered  Accountants  and 
the  Banff  School  of  Advanced  Management. 

Additionally,  he  is  a sports  enthusiast  who 
participates  in  a variety  of  summer  and 
winter  activities,  including  coaching  his 
children’s  hockey  and  soccer  teams. 

Wiles  steps  into  a position  that  became 
vacant  with  the  retirement  of  former  deputy 
minister  Ken  Wilson. 


Tim  Wiles 
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Management 


Striving  for  Service  Excellence 

Two  Alberta  Government  teams  were  recently  honoured  for  completing  the  requirements 
for  the  Deputy  Minister  of  Executive  Council  Service  Excellence  Recognition  Program. 


The  program  is  open  to  any  work  group 
that  chooses  to  make  and  document  changes 
to  its  service  delivery.  Since  the  program’s 
inception,  five  groups  have  been  recognized. 

Sustainable  Resource  Development 

Sustainable  Resource  Development’s  team 
at  the  Hinton  Training  Centre  was  presented 
with  its  award  on  January  26,  2006.  The  centre 
provides  facilities  and  services  for  up  to  1 0,000 
people  each  year. 

With  a goal  to  provide  quality  service  at 
maximum  cost  benefit  to  both  the  ministry 
and  its  stakeholders,  the  team  set  some 
targeted  objectives: 

• To  provide  quality  service  by  upgrading 
aging  infrastructure,  improving 
communications,  improving  meal 
delivery,  and  adding  amenities  that 
are  felt  to  be  important  to  clients. 

• To  improve  delivery  of  training  by  reducing 
duplication  and  time,  and  streamlining 

to  better  meet  clients’  needs. 

The  team  came  to  realize  improving 
service  excellence  is  an  ongoing  activity. 
Members  have  developed  techniques  for 
working  together  by  offering  suggestions, 


contributing  to  planning  activities,  and 
following  up  on  tasks  to  meet  their  goals. 
Along  the  way,  they  also  learned  the 
importance  of  measuring  client  satisfaction. 

That  the  Hinton  Training  Centre  ranks 
in  the  top  10  per  cent  of  similar  facilities 
worldwide  has  not  hindered  the  team  from 
continuing  to  improve  their  level  of  service. 

Restructuring  and  Government 
Efficiency 

At  Restructuring  and  Government 
Efficiency  (RGE),  the  Records  Management 
Team  E has  taken  its  inspiration  from  Pike 
Place  Fish  Market  in  Seattle,  Washington. 

The  team  added  elements  from  the  world- 
renowned  FISH!  Philosophy  to  its  business 
processes  to  energize  and  engage  staff 
and  to  improve  its  service  delivery. 

The  team’s  focus  on  “Having  Fun”  was 
an  excellent  model  to  increase  teamwork 
and  service  delivery.  The  team  has  met  the 
Premier’s  challenge  to  have  more  fun  at  work 
while  becoming  more  productive  and  aware 
of  how  their  work  makes  a difference. 


In  addition  to  introducing  fun  in  the  workplace, 
the  teams  produced  the  following  results: 

• A file  search  kit  was  developed  to  assist 
with  complex  searches,  FOIP,  and 
litigation  searches. 

• Two  hundred  boxes  of  material  dated 
from  1 959  were  boxed  and  inventoried 
in  three  days. 

• A group  of  FISH-E  team  members 
helped  to  rewrite  introductory  records 
management  courses. 

• Several  locations  reduced  or  eliminated 
stockpiled  boxes  and  backlogged  filing. 

The  FISH-E  team  exceeded  its  target  within 
the  year,  achieving  a 12  per  cent  increase 
in  satisfaction.  Notable  are  the  results 
for  “professionalism  of  services  provided 
by  RGE  staff.” 

For  more  information,  contact  Natalie  Spence: 

Tel:  (780)  427-5590 

Email:  natalie.spence@gov.ab.ca 


Sustainable  Resource 
Development 

Sponsor:  Cliff  Henderson 

Team  Co-ordinator:  Rob  Thorburn 

Team  Members:  Carrie  Berry,  Wade  Berry,  Margit  Bish, 

LaVerne  Bjorkquist,  Wendy  Bouchard,  David  Braa,  Rose  Costucci, 
Bernie  Edinger,  Scott  Elliott,  Walter  Escobar,  Annette  Fahl, 

Ingrid  Friesen,  Nancy  Harding,  Howard  Herman,  Shelley  Huber, 
Steve  Hvenegaard,  Debbie  Jahraus,  Shirlene  Kaisner,  Arlene  Lee, 
Crystal  Miller,  Lindsay  Patmore,  Deanna  Pehl,  Elaine  Penner, 
Ferenc  Scobie,  Shannon  Scott,  Pamela  Skepneck,  Paul  St.  John, 
Jean  Thompson,  Penny  Tweddell,  Beryl  Whitney,  Michelle  Wigmore, 
Roxanne  Worobetz,  JoAnn  Worobey,  Ellen  Wuskynyk. 


Restructuring  and 
Government  Efficiency 

Sponsor:  Cathryn  Landreth 

Team  Co-ordinators:  Janet  Karasz  and  Uli  Will 

Team  Members:  Lena  Borle,  Kathy  Campbell,  Georgie  Cardinal, 
Sonya  Castro,  Linda  Cote,  Marianne  Cure,  Shanda-Lee  Deep, 
Thora  Dorn,  Marjorie  Dratwa,  Rachel  Dunlop,  Debra  Dunsmore, 
Hieu  Duong,  Mona  Fahmy,  Kerrie  Henson,  Lori-Anne  Krug, 

Michelle  Lacampuenga,  Colleen  Letwin,  Gurdip  Lotey,  Anna  Lypowy, 
Karen  Morris,  Mark  Petrica,  Mandy  Stonehouse,  Sharon  Strauss. 
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Hundreds  Participate 

Province-wide 
Conference  for 
Supervisors 


Webinar  brings  the  conference 
to  those  unable  to  attend 

“Organize  it,  and  they  will  come.” 

While  the  expression  is  a rewording  of  a quote  made  famous  in 
a motion  picture  about  baseball,  the  results  were  the  same  at  the  first- 
ever  conference  for  provincial  government  supervisors  as  they  were 
in  the  movie,  “Field  of  Dreams.” 

Hundreds  of  supervisors  came  from  across  the  province  to  congregate 
at  one  of  the  three  sessions  held  to  help  them  “Be  the  Supervisor 
You’d  Love  to  Have.” 

All  three  of  the  one-day  sessions  were  filled  to  capacity  as  supervisors 
gathered  for  a day  of  learning  at  the  Shaw  Conference  Centre  in 
Edmonton  or  the  Red  and  White  Club  in  Calgary  this  January.  And 
based  on  comments  in  the  participant  evaluations,  the  event  was 
a grand  slam  home  run. 

“We  knew  there  would  be  interest  in  a conference  for  supervisors, 
because  comments  that  we  have  received  in  the  past  from 
supervisors  said  they  wanted  resources  and  supports  to  enhance  the 
relationship  they  have  with  the  people  they  supervise,”  says  one  of  the 
members  of  the  conference  logistics  team,  Andrea  Hayes  of  the 


Conference  participants  settle  in  for  Nick  Bontis’  keynote  address. 


Personnel  Administration  Office.  “But  it  was  a bit  surprising  when  all 
three  days  of  the  conference  filled  up  so  fast  after  registration  opened. 
The  subject  matter  was  obviously  a big  attraction.” 

The  conference  was  a mixture  of  plenary  sessions,  where 
attendees  assembled  as  a large  group  to  benefit  from  the  expertise 
of  renowned  keynote  speakers,  and  concurrent  sessions  on  topics 
supervisors  have  expressed  interest  in. 

The  opening  keynote  address  was  delivered  by  professor  of 
knowledge  management,  Nick  Bontis.  His  energetic  presentation 
focused  on  coaching  supervisors  about  how  they  can  develop  their 
skills  by  learning  to  work  smarter  and  provide  those  they  supervise 
with  supports  in  a world  of  increasingly  rapid  change  in  the  workplace. 

Closing  the  conference  was  acclaimed  motivational  keynote  speaker 
Peter  Legge.  The  president  of  one  of  the  largest  independently  owned 
magazine  publishing  companies  in  the  country  inspired  participants 
with  his  presentation  on  how  to  embrace  leadership  responsibilities 
and  live  each  day  to  its  fullest,  knowing  that  the  future  is  a place 
where  supervisors  can  make  a difference. 

Conference  goers  also  participated  in  two  of  four  concurrent  sessions 
offered  during  the  day.  Morning  and  afternoon  concurrent  sessions 
provided  supervisors  with  information  on  topics  such  as  how  to  approach 
challenging  conversations  that  supervisors  and  employees  have  from 
time-to-time,  using  the  right  techniques  to  recruit  an  employee  who  will 
be  the  best  fit  for  the  team,  embracing  the  power  of  positive  thought  and 
focusing  on  natural  strengths  to  be  an  inspired  leader,  and  coaching  skills 
that  will  help  achieve  a good  work-life  balance. 

The  day  took  a turn  toward  the  comedic  during  the  lunch  break, 
courtesy  of  speaker  Zandra  Bell.  Bell  discussed  the  challenges  and 
opportunities  facing  supervisors  while  garnering  laughs  as  fictional 
character  Shirley  Best  from  Spondin,  Alberta. 

“The  evaluations  participants  handed  in  at  the  end  of  the 
conference  told  us  that  the  keynote  speakers  and  the  sessional  leaders 
were  all  really  well  received,”  says  Hayes.  “I  think  a lot  of  the  success 
of  the  conference  is  because  the  speakers  and  the  topics  were 
so  diverse,  and  humour  was  used  throughout  the  day.  It  was  great 
to  be  able  to  offer  that  kind  of  variety.” 

For  example,  one  of  the  keynote  speakers  had  an  interesting 
perspective  on  his  wife  asking  him  to  run  upstairs  to  their  cabin  when 
the  couple  was  on  a recent  cruise.  If  you  want  to  know  more  about 
that  story,  talk  to  one  of  your  colleagues  who  attended  the  conference. 
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Speaker  Zandra  Bell’s  stage  personality,  Shirley  Best. 


that  story,  talk  to  one  of  your  colleagues  who 
attended  the  conference. 

Webinar 

Now,  thousands  more  can  benefit  from  the 
lessons  learned  by  the  conference  participants, 
thanks  to  an  online  conference  site  that  has 
been  set  up. 

“If  you  wanted  to  come  to  the  conference, 
but  you  were  not  able  to  make  it,  we  wanted 
to  bring  the  conference  to  you,”  says  Hayes. 

She  explains  that  the  webpage  used  to 
promote  the  conference  and  handle  registration 
has  morphed  into  a warehouse  of  valuable 
information  stemming  from  the  conference. 
People  visiting  the  webpage  will  find  audio 
files  of  some  of  the  presentations  that  were 
recorded  at  the  conference  and  downloadable 
copies  of  documents  on  the  session  topics. 

Visiting  the  virtual  conference  is  as 
simple  as  a mouse  click.  Visit  the  website 
www.pao.gov.ab.ca/supervisors.  Those 
accessing  the  site  from  a government 
computer  can  click  on  a link  on  the  lefthand 
side  of  the  page,  which  leads  to  a secure  site 
with  the  information  from  the  conference. 

This  conference  is  the  beginning,  not  the 
end.  Supervisors  should  keep  an  eye  out  for 
future  tools  and  resources  that  will  provide 
supports  to  build  even  stronger  supervisor- 
employee  relationships. 


Corporate 
— Online  Exit 

S u r vey 

A few  minutes  is  all  it  takes  to  gather  valuable  J 
information  about  staff  turnover 


A workplace  in  which  employees  are 
energized  and  excited  about  their  work 
balances  employee  needs  with  a goal 
of  high  achievement. 

However,  people  do  leave  positive  work 
environments  for  personal  and  professional 
reasons,  and  when  they  do,  they  often 
take  their  reasons  for  leaving  with  them. 

It  doesn’t  have  to  be  that  way. 

Gathering  this  information  into  a 
statistically  valid  and  meaningful  format 
is  possible,  thanks  to  the  Government 
of  Alberta’s  Corporate  Online  Exit  Survey. 

“Information  from  voluntarily  terminating 
employees  is  rolled  up  government-wide 
to  identify  exit  trends,”  says  Brenda  Baron, 
director  of  Staffing  Programs  at  the 
Personnel  Administration  Office  (PAO). 
“Then,  employment  strategies  can  be 
refined  for  the  attraction,  retention,  and 
development  of  employees.” 

Staffing  Consultant  Ron  Morie  of  PAO 
explains  how  the  exit  survey  process  works. 

“Each  ministry  has  a survey  administrator 
in  its  human  resources  (HR)  branch.  When 
a manager  or  supervisor  learns  an  employee 
has  decided  to  leave — through  retirement, 
other  employment,  or  any  other  reason — 
notifying  the  administrator  should  be  part 
of  the  termination  process,”  says  Morie. 

The  survey  administrator  will  send  the 
parting  employee  a link  to  the  online  survey, 
which  takes  minutes  to  complete.  The 
questions  include  room  for  written  comments. 

“Results  are  submitted  directly  to  an 
automated  database,”  says  Morie.  “The 
process  removes  personally  identifying 
comments,  so  results  stay  anonymous. 

The  information  is  then  compiled  and 

I __ 


made  available  for  ministries  through  their 
HR  branches,  so  the  information  can  help 
affect  positive  changes;  however,  many 
people  across  government  just  don’t 
know  it  is  available.” 

A variety  of  information  can  be 
extracted  from  the  survey.  For  example, 
the  survey  report  for  the  2004-05  fiscal 
year  shows  48  per  cent  of  respondents 
left  the  Government  of  Alberta  for  better 
opportunities  to  advance  their  careers. 

Additionally,  employees  who  transfer 
to  another  ministry  can  complete  a 
transfer  survey,  also  available  through 
each  ministry’s  HR  branch.  The  process 
for  the  transfer  survey  is  the  same  as 
for  the  exit  survey. 

Monthly  and  annual  results  on 
participation  levels  are  available  through 
ministry  HR  branches.  Corporate-wide 
survey  results  will  be  available  after 
May  1,2006. 

For  more  information  on  the  Corporate 
Online  Exit  Survey,  contact  your  ministry’s 
HR  branch. 
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in  rural  Alberta 

A growing  economy  has  created  unprecedented  opportunity 
for  rural  and  northern  Alberta  and  unparalleled  challenges 
for  those  searching  for  employees  to  work  there. 


Finding  employees  interested  in  making 
a commitment  to  work  in  rural  and  northern 
communities  is  not  a new  challenge.  Migration 
from  rural  to  urban  areas  is  a trend  witnessed 
across  the  country  and  around  the  world  over 
the  last  several  decades. 

But  the  impacts  of  urbanization  have 
become  more  pronounced  in  our  province, 
thanks  to  an  economy  firing  on  all  cylinders. 
Economic  growth  has  created  a tight  labour 
market  for  workers  in  Alberta.  And  if  the 
labour  market  situation  is  tight  in  urban 
areas,  it  is  downright  stretched  in  many  rural 
areas,  many  of  which  are  experiencing 
unmatched  economic  opportunity. 

One  of  the  greatest  challenges 
for  managers  in  the  private  and 
public  sectors  is  finding  and 
keeping  people  needed  to  do  the 
work  directly  and  indirectly  created 
by  the  increased  demand  for  goods 
and  services  from  our  province. 
That  includes  positions  in  the 
Alberta  Public  Service. 

Director  of  Staffing  Programs  for  the 
Personnel  Administration  Office  (PAO),  Brenda 
Baron,  says,  “whatever  difficulties  we  have 
recruiting  to  certain  positions  in  the  provincial 
government  are  exacerbated  in  the  rural  and 
northern  areas.” 

The  obstacles  employers  experience 
recruiting  and  retaining  employees  in  northern 
and  rural  communities  are  also  well  known 
to  Audrey  DeWit  at  the  Northern  Alberta 
Development  Council  (NADC)  in  Peace  River. 

As  senior  northern  development  officer 
with  the  provincial  government  organization 
responsible  for  implementing  strategies  to 


advance  northern  development  and  assist 
northern  communities  in  achieving  their 
economic  potential,  she  routinely  hears 
about  rural  recruitment  challenges. 

“Not  every  community  in  the  northern  part 
of  our  province  is  experiencing  the  same  level 
of  economic  growth,”  she  explains.  “It  depends 
on  the  community  and  the  industry,  but  there 
are  definitely  many  locations  where  finding 
workers  is  extremely  difficult,  in  occupations 
where  special  skills  are  required  and  in 
occupations  where  you  may  not  need 
special  skills.” 

DeWit  says  the  lay  of  the  land  in  the  labour 
market  for  some  communities  can  be  seen 
in  what  they  are  paying  staff.  She  notes  some 
service  industry  businesses  such  as  fast-food 
restaurants  are  paying  an  hourly  base  wage  of 
$10.  In  some  cases,  one  of  the  largest  threats 
to  the  ability  of  businesses  to  remain  viable  is 
not  the  availability  of  work,  but  the  availability 
of  workers. 

“We  are  seeing  shortages  in  every 
occupational  area,  from  the  skilled  tradespeople 
to  the  professionals,”  she  says.  “A  lot  of  the 
people  who  come  here  for  more  industrial 
work  bring  their  spouses  and  their  children 
with  them  and  that  creates  a need  for  more 
doctors,  nurses,  teachers,  and  administrators.” 

When  individuals  and  families  move  into 
rural  and  northern  communities,  there  is  also 
an  increasing  demand  for  programs  and 
services  that  the  provincial  government 
delivers,  and  that  can  translate  into  a need 
for  additional  public  service  employees. 

So,  if  there  are  so  many  career  and  job 
opportunities  in  rural  and  northern  communities 
across  the  province,  why  is  it  such  a challenge 
to  find  people  to  fill  them? 

“Part  of  it  is  the  stereotype  and  the  lack 


of  facts  and  information  about  what  it  is  like 
to  live  in  northern  Alberta,”  says  DeWit. 

“Many  people  from  other  regions 
and  other  parts  of  the  country  think 
all  we  have  is  snow  and  bush  and 
not  much  else,  but  the  reality  is  we 
have  a lot  of  different  communities 
with  a variety  of  different  lifestyles 
and  many  different  opportunities. 
This  is  a pretty  great  place  to  live 
and  work.” 

Providing  potential  employees  with  an 
accurate  impression  of  life  and  work  in  rural 
and  northern  communities  takes  human 
resource  professionals  and  managers  working 
in  a spirit  of  co-operation  and  collaboration 
to  get  the  truth  out,  by  developing  and 
implementing  new  strategies  to  recruit 
and  retain  to  those  locations. 

One  of  the  ways  this  is  being  done  in  the 
North  is  through  human  resource  management 
conferences,  organized  by  communities  with 
assistance  from  NADC.  The  “ONE  Conference 
- Outlook  on  Northern  Employment,”  was  one 
such  conference.  About  200  employers  from 
across  the  region  attended  the  conference 
when  it  was  held  recently  in  Grande  Prairie. 

Human  resources  is  also  a topic  that 
comes  up  at  a conference  called  Challenge 
North,  held  every  three  years.  The  event, 
which  brings  together  stakeholders  in  northern 
development  to  discuss  key  issues,  is  sponsored 
by  the  NADC.  This  year’s  conference  was  held 
in  High  Level  from  April  5-7. 

NADC  surveyed  private  and  public  sector 
leaders  last  year  about  their  priorities  and 
issues  of  concern,  and  the  results  of  that  poll 
helped  determine  topics  that  were  discussed 
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Opportunity  North  Resources 

Opportunity  North  can  assist  in  provincial,  national,  and  international  recruitment  campaigns  through: 

• A website  that  offers  a written  and  photographic  overview  of  careers  and  communities  in  the  North.  The  website  includes  maps, 
activities,  and  links  to  major  employers  and  services  in  the  region.  The  website  can  be  found  at  www.opportunitynorth.ca. 

• An  interactive  compact  disc  that  has  similar  content  to  the  website,  plus  voice-overs  and  lots  of  photos. 

• A brochure  offering  a brief  text  and  photographic  introduction  to  the  region. 

• Business  cards  promoting  the  website  address. 


during  working  group  sessions  at  Challenge 
North.  Among  the  10  issue  areas  was  human 
resources,  namely  attraction  and  retention 
and  increasing  skill  levels  in  the  North  by  focusing 
on  education  and  post-secondary  education. 

“What  can  be  done  to  attract  and  retain 
skilled  people  to  create  an  experienced  and 
stable  workforce,  and  how  aboriginal 
participation  in  the  northern  labour  force 
can  be  encouraged,  are  the  questions 
delegates  addressed,”  says  DeWit. 

Another  tool  developed  for  managers 
recruiting  to  northern  communities  is 
Opportunity  North.  Materials  developed  under 
the  initiative  provide  potential  recruits  with 
information  and  visual  images  about  the 
region.  The  materials  include  a compact  disc, 
brochure,  and  a website.  Materials  are 
available  to  employers  free  of  charge. 

Looking  to  immigrants  from  other  countries 
is  a further  strategy  that  employers  in  the  region 
are  exploring,  especially  considering  that  the 
number  of  jobs  that  are  expected  to  be 
created  in  the  province  over  the  next  decade 
outstrip  the  number  of  new  workers  expected 
to  enter  the  workforce  by  about  1 00,000. 

“There  is  no  doubt  that  one 
of  the  solutions  is  continuing  to 
grow  our  own  right  here  in  Alberta,” 
says  DeWit.  “But  our  own  isn’t 
going  to  come  close  to  meeting 
the  demand,  so  that  means  looking 
in  other  places.” 

DeWit  is  quick  to  point  out  that  although 
a number  of  strategies  are  underway  to 
bolster  recruitment  and  retention  in  her  part 
of  the  province,  there  is  no  ‘silver  bullet.’ 

“I  wish  we  had  the  one  answer  that  would 
address  all  the  challenges  of  finding  workers 


in  the  North,”  she  concludes.  “But  I think 
what  it  takes  is  trying  many  different  things.” 

Baron  agrees.  She  recommends  managers 
and  supervisors  who  find  it  difficult  to  recruit 
and  retain  in  their  regions  work  with  their 
human  resource  specialists  to  undertake 
a multi-pronged  approach  to  finding  and 
keeping  employees.  Human  resource  specialists 
wanting  advice  or  support  in  this  regard  have 
access  to  additional  staffing  expertise 
available  through  PAO. 

“We  have  come  a long  way  over  the  years 
when  it  comes  to  trying  to  address  difficulties 
in  recruiting,”  she  says,  explaining  that  one 
example  of  these  efforts  is  encouraging  more 
current  provincial  government  employees  in 
northern  locations  to  take  part  in  career  fairs 
and  other  similar  events  in  their  regions. 

Baron  suggests  that  being  successful 
meeting  the  challenge  of  rural  and  northern 
recruitment  includes  strategies  such  as 
avoiding  a one-size-fits-all  approach  to  recruiting 
in  government,  promoting  the  benefits  of 
working  in  a specific  location,  collaboration 
between  ministries  recruiting  to  northern 
areas,  and  thinking  about  things  like  whether 
there  is  a way  the  family  members  of 
individuals  working  in  other  industries  can 
be  attracted  to  work  in  the  provincial  government. 

“Even  though  there  are  challenges  that 
come  with  recruiting  and  retaining  in  rural 
areas,  the  good  news  is  if  you  put  energy  and 
focus  on  targeting  your  recruitment  activities, 
you’re  going  to  get  results.” 


TIPS 


for  recruiting  to 
rural  communities 

Managers  finding  it  difficult  to  recruit 
to  northern  or  rural  locations  may  want 
to  take  steps  to  better  match  the 
candidate  to  the  location: 

• Sell  the  lifestyle  of  your  community 
in  your  job  advertisement  and  make 
profile  information  about  your 
community  available  in  any  recruitment 
information  packages  you  send  out. 

• Give  recent  graduates  from  your 
community  an  opportunity  to  start  their 
careers  in  their  hometown  and  promote 
the  advantages  of  breaking  into  their 
careers  in  familiar  surroundings. 

• If  you  are  going  to  be  hiring  someone 
who  has  never  lived  in  or  visited 
your  community  or  region  before, 
offer  to  do  things  so  they  and  their 
families  can  get  to  know  and  become 
part  of  the  community. 

• Use  publications  such  as  magazines 
that  cater  to  special  target  audiences 
to  advertise  job  opportunities. 

• Advertise  and  recruit  local  residents 
and  also  advertise  in  similar  regions 
in  other  provinces. 

• Use  relocation  after  a certain  time 
period  and  flexible  work  options 
as  incentives. 

• Consider  foreign  recruitment. 
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Succession  planning.  Employee  engagement.  Staff  recognition.  Once  the  domain  of  human  resources 
branches,  these  activities  are  now  front  and  centre  for  managers  throughout  the  Alberta  Public  Service, 
as  government  prepares  for  demographic  shifts  in  its  workplaces  over  the  next  few  years. 

Mentorship  is  looking  like  an  attractive  means  to  achieving  these  objectives,  because  it  integrates  engagement, 
recognition,  and  succession  planning  into  one  formalized  program. 


Unlike  coaching,  which  is  focused  on 
developing  skills,  mentorship  is  “guidance, 
encouragement,  and  practical  assistance 
given  by  an  experienced  person  to  another 
person  in  the  development  of  their  careers. 
Mentors...  are  less  concerned  with  how 
specific  results  happen  at  work,  and  more 
concerned  with  how  a career  is  developing.” 
(See  the  Personnel  Administration  Office 
website  at  www.pao.gov.ab.ca  for  information 
about  staff  development.) 

Although  there  are  several  mentorship 
programs  in  the  Government  of  Alberta, 
connexus  met  with  Bernadette  Welham, 
senior  manager  of  Strategic  Corporate 
Planning  with  Justice  and  Attorney  General 
(currently  on  secondment  to  Human 
Resources  and  Employment),  and  Gerry 
Jacubo,  assistant  human  resources  director 
with  Municipal  Affairs.  Their  experiences  with 
formalized  mentorship  programs  are  related 
in  the  following  two  segments.  One  focuses 
on  the  technical  aspects  of  a mentorship 
program,  the  other  on  the  relationship  side. 

Sharing  mentorship 

Peter  Nicholson  with  Solicitor  General  and 
Public  Security  introduced  a concept  to  the 
Alberta  Public  Service  that  would  prove 
to  be  ahead  of  its  time.  Until  1999,  there 
had  been  no  formal  method  for  mentoring 
potential  leaders  within  the  organization. 

His  vanguard  thinking  and  research  in 
mentorship  launched  a successful  program 
that  has  been  cited  in  Mentoring  and  the 
World  of  Work  in  Canada:  Source  Book  of  Best 

Practices  (2003). 

Although  Justice  and  Attorney  General 
and  Solicitor  General  and  Public  Security 
shared  human  resources  services  until  2006, 
which  is  how  they  came  to  share  this 
mentorship  program,  human  resources 
is  only  part  of  the  equation. 

Representation  on  the  ministries’  mentorship 
committees  comes  from  the  divisions  and  the 
various  learning  committees  established 
within  the  ministries.  It’s  a program  that 
belongs  to  the  divisions  within  the  ministries. 

But  the  real  drive  comes  from  the  associate, 
the  person  who  wants  to  be  mentored. 


Finding  leadership  from  within 

Because  mentorship  is  about  showing  and 
developing  leadership,  this  one-year  mentorship 
program  has  three  clear  objectives  to  ensure 
it  stays  on  track: 

• Encouraging  potential  leaders  to 
advance  in  the  Alberta  Public  Service 

• Assisting  potential  leaders  with 
career  enhancement 

• Sharing  knowledge  and  experience 
through  interactive  teaching 

and  learning 

“When  the  deputy  ministers  send  out  the 
notice  to  all  employees  that  we  are  opening 
the  mentorship  program  for  another  year,” 
says  Bernadette  Welham,  “employees  need 
to  think  critically  about  where  they  are  in  their 
careers,  where  they  hope  to  go,  and  their 
personal  leadership  potential.  If  they  perceive 
they’re  ready  to  be  mentored,  they  are 
encouraged  to  speak  with  their  supervisors 
and  put  forward  an  application  through 
their  divisions.” 

Divisional  managers  review  the 
applications  and  select  those  individuals  they 
feel  are  most  ready  to  make  this  next  step. 

“It’s  another  form  of  recognition,”  says 
Welham.  “Many  people  feel  honoured  to  be 
chosen  to  participate  in  the  program  because 
it’s  a confirmation  their  work  is  being  noticed.” 

About  20  associates  are  chosen  from  each 
ministry  annually. 

What  makes  a successful  associate? 

“Initiative,  drive,  motivation,”  says  Welham. 
“The  right  people  make  this  program  really 
successful.” 

Finding  the  right  partner 

A successful  mentorship  partnership, 
on  the  other  hand,  comes  from  common  work 
styles  and  outlooks,  and  a desire  to  support 
the  relationship  with  time  and  effort. 

“Both  ministries  seek  volunteers  to 
mentor,”  says  Welham.  “Like  associates, 
they’ll  be  approved  by  departments  and  can 
come  from  within  our  ministries,  from  other 
ministries,  or  from  the  private  sector.  Usually, 
they  are  not  the  associate’s  supervisor.” 


Mentor  and  associate  roles  are  clearly 
outlined  in  writing  and  are  committed  to  at 
the  start  of  the  program,  ensuring  as  smooth 
a process  as  possible. 


Bernadette  Welham 

The  year  begins 

The  mentorship  program  at  Justice  and 
Attorney  General  and  Solicitor  General  and 
Public  Security  lasts  at  least  one  year,  with 
the  possibility  of  renewal.  During  that  time, 
mentors  and  associates  will  participate  in 
about  six  scheduled  learning  activities  with 
the  larger  mentorship  group;  however,  most 
of  their  time  together  will  be  spent  in  one- 
on-one  meetings,  so  the  pair  needs  to  be 
both  focused  and  compatible. 

There  is  some  freedom  to  choose  their  own 
topics  for  discussion,  but  there  are  suggested 
discussion  points  that  can  help  partners  start 
the  relationship  and  stay  on  track  over  the 
year.  Some  examples  include: 

• Sharing  goals  and  expectations 
of  the  program 

• Discussing  respective  styles 

• Developing  an  action  plan  to  guide  the 
path  toward  short-  and  long-term  goals 

• Outlining  current  projects 

The  program  and  the  relationships  are 
evaluated  on  a yearly  basis  to  determine  if 
the  program  objectives  and  the  needs  of  the 
participants  are  met.  Partnerships  can  continue 
outside  the  formal  structure  of  the  program 
if  the  relationship  is  working  well  for  both  the 
mentor  and  the  associate,  taking  into  account 
factors  like  exposure  to  new  experiences, 
new  networks,  and  career  development. 

continued... 
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Advice  to  ministries  thinking  about  starting  a mentorship  program 

Welham  is  supportive  of  establishing  mentorship  programs,  for 
the  right  reasons. 

“Make  sure  the  program  is  tailored  to  your  employee  needs,”  she 
says.  “Ask  that  question  frequently,  because  a workplace  changes. 
Your  goal  a few  years  ago  may  not  be  appropriate  today.” 

Welham  adds  this  type  of  program  also  requires  support  from 
management  and  leadership  from  across  the  ministry.  Though  senior 
management  takes  responsibility  for  choosing  mentors  and  associates, 
direct  supervisors  need  to  understand  and  support  the  mentorship  process. 

“There  are  geographical  challenges  and  there  are  resource 
challenges,  but  there  are  opportunities  for  people  to  meet,  to  share 
new  ideas,  and  to  feel  recognized,”  says  Welham.  “Mentorship 
is  really  an  excellent  way  to  connect  your  leaders  of  tomorrow.” 


Gerry  Jacubo 


Building  culture:  Municipal  Affairs 

Morning  comes  early  on  February  2,  2006.  It’s  Groundhog’s  Day. 

As  people  throughout  the  western  world  await  the  news  of  spring’s 
triumphant  return,  there’s  a feeling  of  hope  in  the  air.  At  least  in  Edmonton. 

It’s  a fitting  start.  A group  of  Municipal  Affairs  employees  gathers 
for  a day-long  orientation  to  the  ministry’s  2006  Mentorship  Program. 

By  the  end  of  the  day,  they  are  expected  to  chart  their  goals  and 
activities  for  the  upcoming  year.  Questions  come  easily,  mostly  about 
where  the  program  will  take  participants  over  the  coming  year. 

It’s  the  launch  to  a year  of  self-discovery.  Five  years  after  a group 
of  new  employees  contacted  Gerry  Jacubo  to  talk  about  what  Municipal 
Affairs  was  doing  to  help  transfer  knowledge  between  staff,  the 
Mentorship  Program  has  become  part  of  the  cycle  of  activity 
within  that  ministry. 

Inspired 

Jacubo  was  inspired  by  the  initiative  these  new  employees  showed 
and  took  the  budding  idea  straight  to  executive.  Municipal  Affairs’ 
deputy  minister  at  the  time  gave  his  support  right  from  the  start, 
as  does  current  Deputy  Minister  Dan  Bader. 

“I  researched  some  existing  mentorship  programs  that  Fall,”  says 
Jacubo,  “and  then  I hired  a consultant  who  helped  give  our  program 
its  shape.  It’s  really  a program  that  fits  our  ministry’s  culture,  because 
it  was  designed  for  the  ministry’s  needs.” 

So,  what  was  it  the  ministry  needed? 

The  rationale  is  to  “maintain  and  encourage  the  stability  of  the 
organization  through  the  transfer  of  knowledge,  skills,  and  expertise. 
It’s  about  matching  experienced  employees  with  new  employees, 
so  knowledge  is  preserved.  In  reality,  the  program  at  Municipal  Affairs 
runs  a little  deeper. 


While  knowledge  transfer  is  still  the  reason  for  being,  this  mentorship 
program  connects  participants  by  helping  to  build  a sense  of  belonging. 

“There’s  a real  difference  between  coaching  and  mentoring,”  says 
Jacubo.  “Coaching  builds  technical  skills  and  competence.  Mentoring 
looks  after  an  employee’s  well  being.” 

He  calls  it  “personal  and  professional  development  in  a safe 
environment.”  Opening  up  about  questions  and  concerns  can  leave 
people  feeling  exposed. 

Municipal  Affairs’  program  is  designed  to  alleviate  those  feelings 
by  formalizing  the  program  and  building  in  accountability,  such  as 
outlining  the  expectations  of  mentors  and  their  partners  - signed 
in  a contract. 

Energized 

To  date,  nearly  100  mentors  and  partners  have  explored  their 
own  potential  through  the  program  - over  25  per  cent  of  the  ministry. 
Some  of  the  broader  topics  explored  within  the  program  are  expanded 
to  the  whole  ministry,  keeping  a fruitful  commitment  to  sharing 
knowledge  throughout  Municipal  Affairs. 

And  staff  know  how  important  that  is.  Succession  planning  is  an 
imminent  concern  across  government,  but  particularly  at  Municipal 
Affairs.  Just  about  44  per  cent  of  the  management  team  there  will  be 
eligible  for  retirement  in  the  next  five  years.  There  is  an  understanding 
of  the  need  for  sustainability  by  developing  personal  leadership  at  all 
levels.  That  might  be  one  reason  for  the  strong  interest  in  participating 
in  the  mentorship  program. 

Another  is  that  mentors  are  motivated  to  find  new  experiences. 

“It  adds  a spark,”  says  Jacubo.  “It  can  be  as  invigorating, 
enlightening,  and  engaging  for  mentors  as  it  is  for  partners.  The  formal 
part  ends  and  the  informal  mentoring  creates  an  undercurrent, 
keeping  the  participants  afloat.  I’ve  seen  some  really  powerful 
changes  in  people  through  their  experiences.  I don’t  know  how  many 
times  I’ve  heard  mentors  say  they  think  they  got  more  out  of  the 
relationship  than  their  partners  did.” 

Another  benefit  has  been  a growing  understanding  about  other 
divisions  within  the  ministry.  It  is  more  important  for  mentors  and 
participants  to  be  compatible  than  to  come  from  the  same  division. 
“Mentorship  pulls  people  out  of  their  regular  environments,  giving 
them  new  perspective  about  the  ministry  at  large,”  notes  Jacubo. 

“That  perspective  helps  work  teams  plan  better  because  they’re 
taking  other  areas  into  account.  Participants  also  have  a better 
understanding  of  what’s  going  on  in  other  parts  of  the  ministry.” 

As  this  February  day  progresses,  the  group  relaxes.  There’s  hope 
in  the  air. 

For  more  information: 

Justice  and  Attorney  General  and  Solicitor  General  and  Public  Security 

Bernadette  Welham 

(780)  427-9500  • bernadette.welham@gov.ab.ca 
Peter  Nicholson 

(780)  422-9396  • peter.nicholson@gov.ab.ca 

Municipal  Affairs 

Gerry  Jacubo 

(780)  422-8751  • gerry.jacubo@gov.ab.ca 

Resource  Information:  www.pao.gov.ab.ca/coachingtoolkit 
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New  Initiatives 


Resource  ministries  commit  to  working 
more  closely  together 


The  Government  of  Alberta’s  three  natural  resource  ministries 
made  a commitment  to  work  more  closely  together  at  a tri- 
executive meeting  held  in  January. 

Dan  McFadyen,  Peter  Watson,  and  Brad  Pickering,  the  deputy 
ministers  of  Energy,  Environment,  and  Sustainable  Resource 
Development,  respectively,  along  with  members  of  their  executive 
committees,  signed  the  Sustainable  Resource  and  Environmental 
Management  (SREM)  Charter. 

SREM  is  an  approach  to  working  together  and  taking  joint 
responsibility  to  achieve  agreed-upon  natural  resource  and 
environmental  management  outcomes. 

The  charter  commits  the  ministries  to  strengthen  the  ways 
they  work  together  to  become  the  best  natural  resource  and 
environmental  managers  in  the  world. 

To  achieve  this,  the  ministries  commit  to  work  with  Albertans, 
with  each  other,  and  with  other  government  departments 
to  better  integrate  their  policies,  align  and  share  their  information, 
streamline  their  regulatory  process,  and  assess  their  performance. 

“I  think  it’s  a great  charter,”  Deputy  Minister  of  Executive 
Council  Ron  Hicks  told  the  three  assembled  executive 
committees.  “It  provides  a good  roadmap  to  reach  the  goal.” 

Late  last  summer,  the  deputy  ministers  set  up  a cross-ministry 
office  to  support  their  ministries  and  other  government  departments. 

The  SREM  office  had  been  working  to  create  the  charter  and 
build  a consensus  among  the  executives  that  is  reflected  in  the 
cross-ministry  principles  and  value  behaviours  found  in  the  charter. 

1 __ 


Left  to  right,  at  the  Chateau  Lacombe  charter  signing  on  January  31 , 2006,  are  deputy 
ministers  Dan  McFadyen  (Energy),  Brad  Pickering  (Sustainable  Resource  Development), 
and  Peter  Watson  (Environment). 


It  also  builds  on  the  systems  approach  articulated  by  Executive 
Council.  The  first  cross-ministry  principle  listed  in  the  charter 
is  using  a strategic,  systems  approach  driven  by  clear,  concrete, 
agreed-upon  outcomes  and  based  on  a sound  understanding  of 
our  resources  and  environment;  an  effective  management  system 
and  collaboration  among  citizens,  business,  communities,  and 
governments;  and  working  together  and  taking  joint  responsibility. 

The  SREM  Office  will  continue  to  work  to  support  building  the 
trust  required  between  ministries  to  achieve  these  outcomes  and 
work  on  a number  of  projects,  including  the  Land  Use  Framework, 
the  Oil  Sands  Strategy,  Upstream  Oil  & Gas  Policy  Initiative,  an 
information-sharing  initiative,  and  the  Integrated  Landscape 
Management  program,  to  move  the  process  forward. 
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A new  perspective 

EMP  empowers  leaders  to  challenge  themselves 


Editor’s  Note:  Executive  Mobility  Program  (EMP)  participants  will  be 
sharing  their  experiences  in  an  ongoing  feature  in  connexus.  EMP 
seconds  executive  managers  to  different  roles  within  government  to 
build  their  knowledge  and  experience  in  new  areas.  It  is  an  initiative 
under  the  Corporate  Human  Resource  Development  Strategy 

“These  secondments  are  particularly  challenging,  because  they 
deliberately  take  us  out  of  our  comfort  zone  of  experience,”  says 
John  Donner. 

What  awaited  Donner  and  John  Knapp,  two  Executive  Mobility 
Program  (EMP)  participants,  surpassed  even  what  these  veteran  public 
service  employees  expected. 

Donner  and  Knapp,  like  other  executives  throughout  the  Government 
of  Alberta,  stepped  out  of  their  home  ministries  to  assume  responsibility 
for  each  other’s  work  as  assistant  deputy  ministers:  Donner  to  Agriculture, 
Food  and  Rural  Development  (AFRD)  and  Knapp  to  Environment. 


Preparing  to  make  the  move 

Though  each  had  thought  about  EMP  as  an  option,  it  was  the 
encouragement  of  their  deputy  ministers  that  nudged  them  forward. 

“The  EMP  reinforces  the  notion  of  the  Government  of  Alberta 
as  ‘one  employer’,”  says  AFRD  Deputy  Minister  Barry  Mehr, 

“and  it  further  demonstrates  learning  and  development  initiatives 
are  imperative  to  all  levels  of  an  organization.” 

Environment’s  Deputy  Minister,  Peter  Watson,  thinks  the  EMP 
experience  is  a good  developmental  opportunity  for  everyone  involved. 

"I  have  seen  first-hand  the  benefits  that  EMP  brings  to  both  the 
participants  and  the  host  department,”  he  says.  “We  have  definitely 
benefited  from  the  experience,  perspective,  and  connections." 

Although  Donner  has  some  specific  initiatives  to  lead  as  part  of  his 
performance  contract,  he  sees  his  participation  in  the  program  from 
a broader  vantage  point. 

continued... 
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John  Donner 


“First,  it’s  about  taking  on 
a new  role  within  the  departmental 
executive  team,”  he  says.  “But 
while  we  tend  to  focus  on  the 
ministry  we  are  in  right  now,  the  fact 
is,  we  are  all  part  of  the 
Government  of  Alberta — we  are 
one  entity.  Being  part  of  EMP, 
leaving  my  comfort  zone,  reminds 
me  of  this  connectedness  with  the 
rest  of  government.” 

Knapp  shares  a similar  perspective,  better 
understanding  how  his  policy  experience 
in  AFRD  fits  in  a different  business  area  at 
Environment.  The  bigger  learning  is  understanding 
how  both  models  can  work  together  more 
seamlessly  to  better  serve  Albertans. 

Tips  for  leaving  the  home  ministry 

As  enthusiastic  as  both  assistant  deputy 
ministers  were  to  embark  on  their  journeys, 
they  realized  it  would  take  more  than  careful 
planning  to  prepare  them. 

Do  the  triple  check 

Donner’s  and  Knapp’s  exchange  was 
prefaced  by  open  discussions  between  the 
two,  who  have  collaborated  on  cross-ministry 
projects  in  the  past. 

“The  exchange  works  exceptionally  well 
because  we  have  an  accountability  to  our 
home  departments,”  Donner  says.  “When  we 
initially  discussed  it,  we  kept  doing  the  triple 
check  to  make  sure  it  would  be  good  for  the 
people  we  work  with,  our  organizations,  and 
our  development.  When  we  both  felt  we  could 
answer  ‘yes,’  we  knew  it  would  be  a good  move.” 


“John  and  I realized  from  the  start  this  whole 
process  was  going  to  be  bigger  than  our  own 
personal  experiences,”  recalls  Knapp.  “Success 
meant  arriving  into  our  new  positions  and 
doing  our  best  to  get  up  to  speed  quickly,  not 
to  upset  the  balance  that  was  already  in  place 
in  the  workgroups.” 

Embrace  change 

Something  interesting  happens  when  we 
choose  to  accept  change.  For  Donner  and 
Knapp,  it  pushed  their  limits. 

“Change  is  exhilarating — in  theory  and 
in  practice,”  Donner  says.  “Being  in  a condensed 
program  like  EMP  means  everything  happens 
at  a faster  pace — otherwise,  it  won’t  get 
done.  Embrace  the  change.  Use  it  to  try  new 
things,  to  test  yourself,  to  break  out  of  what 
you  know,  and  to  explore  new  areas  of  your 
own  expertise.” 

Knapp  also  sees  the  benefit  of  motivated 
employees  at  all  levels  exploring  new 
opportunities  within  the  Government  of  Alberta. 

“You’ve  got  to  be  coming  from  a really 
positive,  energetic  place  in  your  career  if  this 
is  going  to  work,”  says  Knapp.  “You  can  look 
at  EMP  or  secondments  as  good  career 
development,  but  it’s  also  eye-opening  about 
the  broader  aspects  of  your  life,  generally.” 

Be  open 

With  change  comes  the  potential  for  knowing 
ourselves  a little  better,  and  knowing  what 
we  are  capable  of  accomplishing. 

“If  anything,  I’ve  found  myself  to  be  more 
deliberate  in  this  position,”  says  Donner.  “With 
such  a short  term  here,  I feel  a greater  sense 
of  urgency.  It  translates  to  a willingness  to 
do  things  now.  I think  to  myself,  ‘I  don’t  have 
time  to  wait;  I have  to  engage  this 
relationship.’” 

Donner  explains  that  while  the 
program  changes  the  nature  and 
pace  of  the  dialogue,  such  a pace 
is  critical  for  garnering  trust  and 
good  working  relationships — 
necessary  for  getting  things  done. 

He  calls  it  “life  accelerated.” 

Knapp  enthusiastically  agrees.  “Business 
gets  done  through  relationships,”  he  says. 

“You  appreciate  the  importance  of  building 
and  sustaining  relationships  all  the  more 
when  you’re  in  a new  situation.  Before 


leaving,  I wondered  how  I could  leave  the 
good  people  in  my  group.  The  people  I worked 
with  were  passionate,  determined,  and 
committed  to  doing  good  work.  Coming  here, 
I realize  the  people  I work  with  now  are  just 
as  passionate,  determined,  and  committed 
to  doing  good  work.  There’s  excellence  right 
across  government.” 

Looking  back,  thinking  ahead 

Five  months  into  their  journey, 
the  two  stay  in  regular  contact, 
mindful  of  the  importance  of  letting 
each  other  and  their  groups  show 
their  own  power  and  creativity. 
They  are  as  encouraged  by  how 
welcoming  and  supportive  their 
new  groups  have  been  as  they  are 
looking  forward  to  bringing  their 
new  perspectives  back  to  their 
home  ministries. 


John  Knapp 

It  seems  their  ministries  are  of  the 
same  mind. 

“John  Donner  has  been  a welcome 
addition  to  our  executive  team,”  says  AFRD’s 
Mehr.  “He  quickly  integrated  with  his  colleagues 
and  demonstrated  strategic  leadership  to  the 
Environment  and  Food  Safety  sector.” 

“John  Knapp  has  challenged  our  thinking, 
questioned  our  assumptions,  and  enhanced  our 
knowledge  base,”  says  Environment’s  Watson. 

“I  hope  that  we  have  done  the  same  for  him!" 
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About  the  Big  Picture 

Darlene  Spelten  selected  for  2005  Jim  Dixon  Public  Management  Graduate  Scholarship 


Although  she  was  selected  by  the  program  because  of  her  exceptional 
academic  experience,  she  is  surprised  about  winning  the  scholarship. 

Ask  Darlene  Spelten,  manager  of  Public  Health  Policy  with  Health 
and  Wellness,  about  being  selected  for  the  2005  Jim  Dixon  Public 
Management  Graduate  Scholarship  and  she  will  put  it  into  perspective. 
Global  perspective,  that  is. 

A lifelong  student,  Spelten  joined  Health  and  Wellness  about  two 
years  ago.  Following  her  career  and  academic  path  is  a little  like 
jumping  from  stone-to-stone  across  a stream.  She  is  devoted  to 
self-improvement,  to  seek  the  most  from  where  she  is  right  now. 

She  has  been  an  artist,  entrepreneur,  consultant,  and  manager, 
now  bringing  her  diverse  interests  and  experiences  to  the  Government 
of  Alberta,  with  which  she  has  been  employed  since  2003. 

Spelten  entered  the  University  of  Alberta’s  MBA  Program,  Public 
Management  Stream  in  September  2005,  to  broaden  her  insight 
about  the  world  and  the  role  of  government  in  that  world. 

“Globalization  affects  how  we  approach  policy  and  management,” 
she  says.  “I  see  it  in  the  area  of  health  and  now  in  the  MBA,  I see  it 
from  other  perspectives  such  as  human  resources,  regulatory  issues, 
and  information  technology.  I believe  government  needs  to  be  concerned 
with  the  implications  of  globalization,  because  we’re  living  the  future 
right  now.  The  world  is  changing  so  quickly.” 

How  she  balances  the  extra  1 5 to  20  hours  per  week  she  spends 
either  in  class  or  studying  seems  to  be  an  effort  of  exceptional  time 
management  and  personal  organizational  skill. 

Not  so,  she  says,  suggesting  that  her  time  would  be  spent  in  other 
pursuits,  if  not  in  achieving  her  MBA.  The  time  management  comes 
from  experience.  But  the  dedication? 

“You’ve  got  to  find  ways  to  stay  engaged  in  your  work,”  says 
Spelten.  “If  you’re  not  always  learning,  you  can’t  be  as  effective  in 
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Darlene  Spelten 


your  work  and  as  happy  in  your  life.” 

Spelten  is  the  second  recipient  of  the  Jim  Dixon  Public  Management 
Graduate  Scholarship  since  it  was  created  in  2004. 

First-year  students  in  the  University  of  Alberta’s  MBA  Program, 

Public  Management  Stream  are  eligible  for  the  scholarship,  named 
for  Alberta’s  longest-serving  public  service  commissioner. 

The  $3,000  award  is  presented  to  the  student  offering  the  greatest 
potential  to  succeed  in  the  MBA  Public  Management  Stream  program 
and  to  be  a leader  in  public  sector  management,  as  demonstrated  by 
the  winning  candidate’s  academic  achievement  and  career  progress. 

Applicants  to  the  program  are  automatically  considered  for 
the  scholarship. 

V 


Management  Essentials  in 
the  Alberta  Public  Service 


New  managers  in  the  Alberta  Public  Service  (APS)  have  accountabilities 
in  several  areas,  not  the  least  of  which  is  managing  all  of  the  information 
they  need  to  know.  The  good  news?  There  are  a wealth  of  resources 
and  information  available  to  help  them  through. 

The  Personnel  Administration  Office,  in  partnership  with  the 
Government  of  Alberta  Learning  Centre  at  Restructuring  and  Government 
Efficiency,  is  pleased  to  offer  a learning  opportunity  for  new  managers 
in  the  APS. 

Management  Essentials  in  the  Alberta  Public  Service  aims  to 
provide  new  managers  with  an  overview  of  what  they  need  to  know 
to  be  successful  managers  in  the  public  service,  as  well  as  the  resources 
available  to  assist  them. 


It  will  focus  on  the  areas  of  finance,  human  resources, 
administration,  and  information  management  and  technology. 

The  content  will  be  delivered  as  three  one-day  modules,  spaced  one 
to  two  weeks  apart  and  will  feature  guest  presenters,  lecturettes,  hands-on 
exercises,  and  analyzes  of  real-life  scenarios. 

Watch  for  more  information  announcing  the  first  program  offering, 
which  will  be  available  in  late  spring  2006. 

For  more  information: 

Natalie  Spence 

(780)  427-5590  • natalie.spence@gov.ab.ca 
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Send  us  your  story  ideas 

A 

Connexus  magazine  reaches  about  4,000  government  managers  across  Alberta.  If  your  department  or  ministry  has 
information  to  share  with  this  group,  you  can  reach  us  by  email  at  connexus@gov.ab.ca  or  by  regular  mail  to: 

Connexus  Magazine 

7th  floor,  Peace  Hills  Trust  Tower 

10011  - 109  Street 

Edmonton,  Alberta  T5J  3S8 
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